Título: Los factores que influyen en la satisfacción en el trabajo y su relación con la intención de baja laboral: tomando a los empleados que inician su carrera como ejemplo. Resumen: La satisfacción en el trabajo en empleados que inician su carrera tiene un efecto significativo en la conducta laboral y en la actitud ante el trabajo en los empleados. Este estudio investiga los factores que influyen en la satisfacción en el trabajo y su relación con el bajas laborales. Se seleccionaron empleados en su fase inicial como sujetos de investigación. Se distribuyeron cuestionarios según un método de muestreo aleatorizado estratificado para analizar 418 muestras recogidas. Las dimensiones de la satisfacción en el trabajo fueron analizadas mediantes análisis factorial exploratorio y análisis factorial confirmatorio, y con ello se construyó un modelo de ecuaciones estructurales para discutir la relación entre satisfacción en el trabajo y los motivos de bajas laborales. Primero, para empleados iniciales, la satisfacción en el trabajo como factor de orden superior consistía en seis factores de primer orden; la influencia del desarrollo personal en la satisfacción en el trabajo fue la mayor, con un coeficiente path de .918. El siguiente fue el salario y el bienestar, el trabajo por sí mismo, las relaciones interpersonales y la conducta de liderazgo. Adicionalmente, la competencia laboral tuvo un efecto mínimo sobre la satisfacción en el trabajo; su coeficiente path es sólo .214. En segundo lugar, la satisfacción en el trabajo tuvo un efecto significativamente negativo sobre los motivos de baja laboral, indicando que la estructura de satisfacción en el trabajo de los empleados iniciales tiene características propias, puesto que ellos se centran más en el desarrollo personales y el espacio de desarrollo. Mejorando la satisfacción laboral, la conducta de baja laboral de los empleados iniciales puede ser controlada efectivamente. Palabras clave: Satisfacción en el trabajo; recursos humanos; desarrollo personal; conducta laboral; empleados.
Introduction
Job satisfaction is a term first advanced by scholar Hoppock (1935) who defines job satisfaction as the psychological and physiological aspects of employees' satisfaction with job environmental factors, in other words, as employee subjective responses to the working environment. Based on this definition, psychology, organizational behavior and sociology scholars advanced their own views (Vroom, 1962; Kalleberg & Loscocco, 1983; Richard, Joseph, & Billy, 2001) .
Patricia, Rebecca and Jane (2016) use survey data from a cohort study of nursing students recruited through two Australian universities. Results show that two job satisfaction sub-scales were identified: 1) work environment satisfaction and 2) work hours and wages satisfaction. Work preparation satisfaction was significantly and positively associated with both job satisfactions，but only work environment satisfac-tion was significantly associated with the expectation to stay in the job. Risman, Rebecca et. al (2016) found that nurses' perceived person-organization fit is a significant predictor of general job satisfaction. Isabel and Eva (2016) used HLM method to examines the simultaneous effect of individual (self-efficacy) and group variables (cohesion and gender diversity) on satisfaction. The results of the HLM show that self-efficacy has a direct and positive effect on individual satisfaction also a cross-level effect of group cohesion and gender diversity on satisfaction appeared . According to Byron, Jing and Johanna (2016) work hour congruence has a significant and positive effect on satisfaction, that is to say, a difference between employees who desire more hours and those who desire fewer hours: employee desire for and receipt of more hours was related to positive changes in job satisfaction, while employee desire for and receipt of fewer hours was related to reduced absenteeism . Alina and Simona (2013) studied the influence factors of university teachers' job satisfaction, showing that job satisfaction of college teachers is influenced by factors such as wage, promotion criteria, working conditions, promotion, colleagues, and school policy. suggest that in practical work the anales de psicología, 2017, vol. 33, nº 3 (october) ingratiation involved leadership, colleagues and self perception were the factors of job satisfaction etc. which effect employee's job satisfaction. His empirical study of 301 manufacturing employees showed that ingratiation behavior has a negative impact on satisfaction.
For modern enterprises, having employees with higher job satisfaction often means a lower staff turnover rate (Porter, Steers, Mowday & Boulian, 1974; Shen & Zhu, 2012) . Relevant empirical studies have confirmed this view. For example, Wang and Zhang (2010) discovered that job satisfaction has a negative influence on turnover intention. Using 383 construction-enterprise employees as subjects, Xiong, Sun, and Koo (2008) found a significant correlation between job satisfaction and organizational identification and turnover intention. found that higher job satisfaction could result in lower job burnout and turnover intention. Starting from the individual perceptions of knowledge workers, Peng (2008) found that their job satisfaction is negatively correlated with turnover intention.
Job satisfaction of early-career employees is an important factor that affects turnover intention (Vermeeren, Kuipers, & Steijn, 2014; Fachrunnisa, Adhiatma, & Mutamimah, 2014) . The early-career stage is the process by which a person gradually becomes "organized" within the organization and is gradually accepted by the organization. In the early stages of a career, employees generally have the following characteristics: First, they are aggressive and positive but easily impetuous and impulsive; they aim too high. Second, they work independently but are reluctant to obey orders and follow instructions. Third, their experience is insufficient, their career anchors are not stable, and they are quick to leave. The above characteristics put early-career employees in a position such that in the "professionalizing" process, they will encounter conflicts with the external environment, internal groups and other individuals and will meet with difficulties. These problems need to be solved timely and effectively or they will easily induce employee dissatisfaction (Melinde & Nisha, 2014) , which reduces job satisfaction and may lead to turnover. By studying new nurses, Laschinger (2012) found that job satisfaction has a significantly negative effect on turnover intention. Through a questionnaire survey of employees in 101 high-tech enterprises, Li (2009) found that a higher degree of trust from top management was associated with a lower employee turnover intention. The study of Wang, Ma, and Zhang (2014) revealed that the turnover tendency for the post-80s only-child generation is more obvious than that of the non-only-child counterparts. Early-career employees are of crucial importance for an enterprise to maintain its vitality and a healthy and steady development. However, voluntary turnover of early-career employees can result in an increase in the costs of enterprise staff training and human resource replacement, and it can reduce the operating efficiency of the enterprise. Although scholars have discussed the influencing factors of Chinese employees' job satisfaction from different perspectives, the factors that influence job satisfaction of early-career employees, which is an important career group, and the relationship between job satisfaction and turnover intention have not received due attention from academia. At the same time, because of the influence of industry, enterprise cultural background and other factors, at present there is not a unified view concerning the relationship between early-career employees' job satisfaction and their turnover intention. To solve this problem, it is necessary to make a systematic study of early-career employees in additional industries.
Nowadays, post-1980s and post-1990s generation employees have begun to board the stage of history, and gradually become the main force in the workplace. They are generally 18 to 35 years old, according to the theory of career, is in the early stages of career. On one hand, these people who are known as the "generation Y" in the west, have different characters such as diversified career ideal, high mobility, willing to accept challenging work and paying attention to the balance of work and life than their predecessors (Zhou, 2009) . Such characteristics of the "generation Y" are challenges to the existing management model. On the other hand, with the disappearance of the "demographic dividend", the acceleration of the process of population aging has prompted China to usher in a historical turning point in the negative growth of the working age population (Wang, 2012) . Therefore, there is an important significance for the enterprises to fully understand the early career employee, and improve their job satisfaction through institutional innovation and management innovation.
To sum up, due to the special background of China and the characteristics of the early career employee, it is of theoretical and practical significance to study the influencing factors of enterprise employees' job satisfaction and the relationship between job satisfaction and turnover intention in their early career.
To ensure representativeness of the samples, this study selected employees in their early career who are engaged in such industries as communication services, financial services, petrochemical processing, and manufacturing enterprises as research subjects. The study investigated job satisfaction using exploratory factor analysis and confirmatory factor analysis. Then, it constructed a structural equation model of job satisfaction and turnover intention and explored the influencing mechanism of job satisfaction on turnover intention.
Early career
Concerning the classification of the early stages of a career, scholars have conducted studies from different perspectives. Focusing on the main task of career development, Greenhause (1987) classified early career as the age range from 25 to 40. Hall and Mansfield (1975) and career path, this type of simple classification cannot meet the today's need for more complete information. Drawing on the above-mentioned two classification methods, based on the age when employees began a career for the first time, this study classified the time marker for the early stage of career as a length of service of 10 years or less.
Job satisfaction and its influencing factors
When using the job elements comprehensive scoring method, scholars hold different views of the structure of job satisfaction. An often-used method is the Minnesota Satisfaction Questionnaire (MSQ), which classifies job satisfaction into four main aspects: work itself, interpersonal relationships on the job, reward and development (Weiss, Dawis & England, 1967) . Psychologists Smith (1969) advance Job Descriptive Index (JDI), which includes 5 key dimensions: work itself, pay, supervision, promotions and promotion opportunities, and coworkers. Justin and Meganet (2013) suggest that burnout was associated with lower job satisfaction and higher job satisfaction was associated with rewards (remuneration and recognition) as well as cognitively challenging work. Inés, Marta and Jasmina (2016) revealed that three different paths could explain job satisfaction: (1) teamwork, identification with the strategy, and the absence of employee work-family balance; (2) employee work-family balance, autonomy, and identification with the strategy; and (3) supervisor support and identification with the strategy. Chinese scholars have conducted domestic studies of the dimensions of job satisfaction. Liu studied the job satisfaction of employees in private enterprises and found that "training and development", "top management", "department" and "customer service" have a rather large influence on employees' job satisfaction, whereas "direct manager", "salary and welfare" and "work objectives and performance" have almost no influence on job satisfaction. Through analyzing previous scholars' scales, Zhang and Liao (2007) proposed a fivedimension model for job satisfaction. The scale includes satisfaction with work itself, superior, relationships with colleagues, promotion and pay. Liu, Wang, Liu, and Wei (2013) found that there is a positive influence between employee relations and job satisfaction. Basing on the ERG and job satisfaction theory, Li, Wang and Chen (2015) built the job satisfaction system of New Generation Faculty in University which included growth need, existence need and relationship need. Based on the MSQ and a large-scale interview of employees in China, and combined with domestic studies on job satisfaction, this study defined the influencing factors of job satisfaction of early-career employees as salary and welfare, leader behavior, work itself, interpersonal relationships, job competency and personal growth, and this study posits the following hypotheses:
H1a: Salary and welfare is positively related to job satisfaction in the early career;
H1b: Leader behavior is positively related to job satisfaction in the early career; H1c: Work itself is positively related to job satisfaction in the early career;
H1d: Interpersonal relationships is positively related to job satisfaction in the early career;
H1e: Job competency is positively related to job satisfaction in the early career;
H2f: Personal growth is positively related to job satisfaction in the early career.
Job satisfaction and turnover intention
Since the 1970s, industrial psychologists have focused on the issue of employee turnover from a microscopic angle. To study turnover intention, scholars primarily focus on the relationship between turnover intention and its predictive variables. A general review of scholars' research fruits reveals that variables such as job satisfaction, organizational trust, managerial support, and organizational justice all have an obvious predictive role for turnover intention. Meisler (2013) discovered that emotional quotient has a significantly positive influence on organizational justice and a significantly negative influence on turnover intention. Furthermore, organizational justice plays a full mediating role in the influence of emotional quotient on turnover intention.
Quite a few studies show that employee job satisfaction has a significantly negative influence on turnover intention (Esra, Ümit, Serhat, & Kültigin, 2013; Faris, Mary, Scott, & Joyce, 2014) ; that is, higher job satisfaction is associated with lower turnover intention. There has been a variety of achievements by theoretical studies into job satisfaction and turnover intention and their correlation. However, there remain some limitations. Most available literature focuses on the comprehensive study of the relationship between job satisfaction and turnover intention, whereas there is little literature with early-career employees as research subjects. Taking early-career employees as research subjects, this study conducted an empirical study of the relationship between the job satisfaction of early-career employees and their turnover intention, and proposes the following hypothesis:
H2: Job satisfaction is negatively related to turnover intention. in the early career.
Method Participants
To improve the extensiveness and representativeness of the research, this study selected early-career employees engaged in, for example, communication services, petrochemical processing, and manufacturing industries as research subjects. We selected 30 enterprises of different industries, natures and scales in Shandong Province, Shanghai, and Jiangsu Province. To improve accuracy, the subjects were told before the survey that the survey results are to be used for academic study only, and the survey was conducted in a secretballot manner. With the help of personnel from the enter-prises' human resources departments, the questionnaires were distributed to employees of various departments using the stratified random sampling method, and special recycling bins were set up to recover the questionnaires.
Measures and Tools
Two variables were involved in this study, namely job satisfaction and turnover intention. Job satisfaction includes six dimensions: satisfaction with salary and welfare, work itself, leader behavior, personal growth, interpersonal relationships, and job competency. This study adopted the Likert scale, which was divided into 5 levels, i.e., "Strongly agree", "Disagree", "Neither agree nor disagree", "Agree" and "Strongly agree"; these levels were assigned 1 to 5 points, respectively. To avoid common method variance, some reverse problems were provided in the scale. After data collection, the corresponding data were treated with the reverse processing.
Job Satisfaction
According to the job satisfaction six-factor model proposed in this paper, the job satisfaction scale for early-career employees' job satisfaction was formulated with 35 items (See Supplementary Table 1 ) and included six subdimensions to measure salary and welfare, work itself, leader behavior, personal growth, interpersonal relationships and job competency. Among the 35 items were salary and welfare, which includes six items such as "A13: I feel my work has been duly rewarded" and "A32: I feel satisfied about my opportunity for a pay rise". Work itself includes six items such as "A14: I can derive pleasure from my job" and "A35: I like my current job very much". Leader behavior includes six items such as "A4: My superior is very capable" and "A11: I like my superior". Personal growth includes five items such as "A16: I feel satisfied with my promotion opportunity" and "A17: I can constantly get new knowledge and experience from my work". Interpersonal relationships includes 6 items such as "A12: There is a lot of responsibility-shirking and bickering in the workplace (R)" and "When pressures and difficulties arise in my work, my colleagues can offer me help and support". Job competency includes five items such as "A25: The operation procedure of the company has made me very exhausted (R)" and "A19: My work pressure makes me have no time to do what I want". The overall Cronbach's alpha reliability coefficient of the job satisfaction scale was .925.Cronbach's alpha for the 6 dimensions of job satisfaction, namely salary and welfare, work itself, leader behavior, job competency personal growth, and interpersonal relationships were .796, .823, .529, .762, and .765.
Turnover intention
The study designed a single-dimension scale by referring primarily to the turnover scales created by Griffeth and Horn (1988) and Mobley (1978) , which are widely recognized in academic circles. The scale includes four items such as "I consider leaving my current enterprise one day" and "I think my own prospects might not be good if I continue to stay in the company" (Supplementary Table 1 ). Cronbach's alpha for this scale was .874
Implementation of the Survey

Pre-survey
To ensure the reliability and validity of the scale used in this paper, a pre-survey was conducted before the formal survey. We selected 20 enterprises in communication, petrochemical processing and manufacturing industries in Shandong Province, Shanghai, and Jiangsu Province. With the help of personnel from the enterprises' human resources departments, we selected 130 employees who were under 30 as subjects, and to improve accuracy, the subjects were told that the survey results were to be used only academically, and the pre-survey was conducted in the secret-ballot manner. The pre-survey subjects included 61 male employees and 69 female employees, with 71.5% having a high school education or above.
SPSS 20.0 statistical software was used to test the reliability of the pre-survey data. The results showed that the Cronbach's α coefficients of the job satisfaction scale and the turnover intention scale were .861 and .836, respectively. Because they were greater than .8, they fall within the range of high reliability.
To make an exploratory factor analysis of the pre-survey data, SPSS 20.0 was used to obtain the KMO (Kaiser-MeyerOlkin) value and the Bartlett Test of Sphericity results. The KMO value of job satisfaction was .916, greater than .9. The salience value of the Bartlett Test of Sphericity was 0, which was quite significant. These results showed that the presurvey sample was suitable for factor analysis. SPSS 20.0 was used to perform the factor analysis of the sample data. The factor analysis method adopted principal component analysis and the maximum balance valuerotation method. The factor analysis obtained the total variance after the rotation, which added to 62.6% for 6 factors of job satisfaction and had good explanatory ability for the entire structure. The single-dimension structure of turnover intention was obtained with a total variance of 55.5%, which had good explanatory ability for the entire structure.
anales de psicología, 2017, vol. 33, nº 3 (october) According to the data in Table 1 , the contribution range of the items designed by the scale and the corresponding dimensions was between .402 and .88, reaching the designed critical level of the questionnaire. The results of the presurvey indicated that job satisfaction and turnover intention scale had good structural validity.
The reliability and validity analysis of the pre-survey data indicated that the job satisfaction scale and turnover intention scale proposed in this paper for early-career employees have good reliability and structural validity that will reflect the real relationship between job satisfaction and turnover intention for early-career employees.
Formal survey
To ensure the extensiveness and representativeness of the research, this study selected early-career employees engaged in, for example, communication services, petrochemical processing, and manufacturing industries as research subjects. We selected 30 enterprises located in Shandong Province, Shanghai, and Jiangsu Province. To improve accuracy, the survey was conducted in a secret-ballot manner. With the help of personnel from the enterprises' human resources departments, the questionnaires were distributed to employees of various departments using stratified random sampling, and special recycling bins were set up to recover the questionnaires. Of the 600 questionnaires that were distributed, 460 were received back. Among the 460, 418 were valid questionnaires, yielding a valid return rate of 69.7%. The results of the sample demographic analysis are shown in Table 2 . The statistical results showed that male employees and female employees represented 39.8% and 60.2%, respectively, of the total employees surveyed. Single employees and married employees represented 36.6% and 63.4% Employees under 30 years old represented 70.7% of the total. Surveyed employees with length of service of less than 8 years represented 81.3% of the total. In terms of education, employees with an undergraduate education background or above accounted for 62.4% of the total. This dataset had the basic characteristics of early-career employees defined in this paper. Therefore, the dataset was suitable for the research.
Statistical analyses
Before the structural equation model is used, it is necessary to judge whether the model can be identified, which is the key to deciding there exists a solution to the model. According to the number of variables and equations in the model, structural equation models can be classified into three categories: unidentifiable, exactly identifiable and excessively identifiable. For the model in this paper, there were 19 observational variables and 8 latent variables. Therefore, the minimum sample size was 19 + 19 + 8 + 8 = 54. The number of valid samples was 418, far greater than the number required by the minimum sample size; thereby, the model is identifiable.
The analysis was carried within the framework of Structural Equation Modeling (SEM), using the AMOS 20.0 statistical analysis software. Preliminarily, we tested a measurement model to determine whether the observed variables served as adequate indicators of the latent variables and supported the construct validity of the measures (Anderson & Gerbing, 1988) . Subsequently, The structural equation model for job satisfaction and turnover intention was constructed and the influence of job satisfaction on turnover intention was tested according to the hypothesis in this paper. The structural equation model is shown in Figure 1 . 
Results
Descriptive statistics SPSS 20.0 was employed to derive the descriptive statistical analysis of the variables and the correlation matrix between the variables as shown in Table 3 .
Through descriptive statistical analysis and the correlation matrix, the correlation coefficients between employee job satisfaction and its six dimensions and turnover intention were judged to be in the range of -.614 and -.221, and they passed the significance test (p<.01). To verify further the influence of job satisfaction on turnover intention, the structural equation model was constructed to test the hypothesis of the research. 
Measurement model
With reference to available studies, this research on the structure of job satisfaction proposes a 6-dimension structural model of job satisfaction. Through confirmatory factor analysis, the dimensions constituting job satisfaction were tested. The models included the following: a seven-factor model (a higher order factor and six first-order factors) and a single-factor model (all items converged on one dimension), a six-factor Model A (work itself and personal growth were incorporated into a single factor), a six-factor Model B (salary and welfare and personal growth were incorporated into a single factor), a six-factor Model C (work itself and salary and welfare were incorporated into a single factor), and a five-factor model (work itself, personal growth, and salary and welfare were incorporated into a single factor). Through comparing the fitting index of each model, the optimal model was selected. The results of the confirmatory factor analysis are shown in Table 4 . The results of the confirmatory factor analysis indicate that the fit indexes of the seven-factor model were χ 2 = 300.6, df = 113, χ 2 /df = 2.66, GFI = .923, AGFI = .895, CIF = .925, RMR = .057, and RMSEA = .063. Compared with the other four models, this model's goodness-of-fit indexes, all reaching or approaching the critical values, were better than were those of the other fours. The composite reliability (CR) value of the second-order factor job satisfaction was .87, and the average variance extracted (AVE) was .56. The CR value of the first-order factor salary, welfare satisfaction, was .84, and the AVE value was .63. The CR value of leader behavior satisfaction was .75, and the AVE value was .51. The CR value of personal growth was .75, and the AVE value was .50. The CR value of job satisfaction was .50, and the AVE value was .74. The CR value of interpersonal relationships was .60, and the AVE value was .33. The CR value of job competency was .75, and the AVE value was .60. The CR value of turnover intention was .85, and the AVE value was .56. The seven-factor model better fit the actual data. Therefore, this research selected the seven-factor model as the optimal model. The above results show that the job satisfaction scale and turnover intention scale had a high degree of intrinsic consistency and that the structure of the questionnaire was rational.
Based on the Measurement model analysis of the abovementioned scale, the job satisfaction and turnover intention scale adopted in this research has good validity. Therefore, it is an acceptable scale and can be used for further study.
Test of the Common Method Bias
Because the subjects of job satisfaction and turnover intention in this research were influenced by corporate culture, working background, and personal factors, a common method variance might exist. This possibility requires a control and test for common method variance bias. This research adopted the procedure control method. First, the order effect of the scale was ruled out, and the anonymity of subjects was protected. Next, some reverse questions were set up in the scale. The procedure control method was insufficient to eliminate common method variance bias; therefore, the data analysis stage should be tested for common method bias. This paper adopted the non-measurable latent factor method to test the data. The detailed steps are as follows: In the structural equation model, the common method variance is considered a latent variable. All marking variables are allowed to be loaded on this latent variable, and the goodnessof-fit indexes of the model before and after the control are compared. Existence of a common method factor model whose fit indices are better than are those of the noncommon method factor models would indicate that there is an obvious bias of the common method variance. The main fit indices of the model before the control and after the control are shown in Table 5 . Table 5 shows that the Chi square value (χ 2 ) underwent a significant change. In the table, Δχ 2 = 80; considering that Δχ 2 was systematically influenced by the size of the sample, when the fit indices of the model before and after the control were compared, the changes of other fit indices should be referenced. The change of the fit index values GFI, CFI, AGFI, RMR and RMSEA of the model after the control did not exceed 0.02, indicating that the improvement of the fit goodness of the model added with the common method factor was not obvious. [27] Additionally, the values indicated that the common method variance of the sample data was not significant and was within the acceptable range.
Structural model
The statistical analysis software AMOS 20.0 was employed to derive the CMIN/DF of the model, which stood at 2.466. GFI, AGFI, CFI and PGFI were .906, .881, .926, and .714, respectively. RMR and RMSEA were .056 and .059 . All model values reached the critical standard except that AGFIS is lightly lower than critical standard. The model has good fitness and can be further tested.
AMOS 20.0 was used for the valuation calculation of the Structural model to derive the influence on the higher-order factor of job satisfaction by the various dimensions of job satisfaction and the path coefficient between job satisfaction and turnover intention as well as their significance test result. The results of the significance test are shown in Table 6 . In Table 6 , the standard loads of six dimensions, namely job competency, interpersonal relationships, personal development, work itself, leader behavior, and salary and welfare, on job satisfaction were . 214, .753, .918, .885, .652 and .843, respectively . The six dimensions' influence on the higher order factor, namely job satisfaction, was significant below the .05 level, and the order of the influence was personal growth, salary and welfare, work itself, interpersonal relationships, leader behavior and job competency.
The six hypotheses proposed in this research, namely H1a, H1b, H1c, H1d, H1e and H1f were empirically supported.
In Table 6， the C.R. value of job satisfaction and turnover intention was 10.791, P<.001, and the standardized path coefficient was -.730. The results indicate that job satisfaction has a significantly negative effect on turnover intention; thus, Hypothesis H2 is empirically supported.
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Discussion and Conclusions
This study took Chinese early-career employees as research subjects, and 418 valid questionnaires were collected using the department stratified random sampling method. The factor analysis method and the structural equation model were employed to perform an empirical study of the influencing factors on employee job satisfaction and the relationship between job satisfaction and turnover intention. The following conclusions are obtained.
(1) The paper involves two variables, namely job satisfaction and turnover intention. The results of the pre-survey show that the Cronbach's coefficients of the job satisfaction scale and the turnover intention scale were .861 and .836, respectively, greater than .8 and falling within the highreliability scope. The results of the exploratory factor analysis show that job satisfaction and turnover intention have good structure validity, which can reflect the real situation of job satisfaction and turnover intention of early-career employees.
(2) Job satisfaction proposed in this study is based on the Minnesota Satisfaction Questionnaire. Combined with domestic studies on job satisfaction, this research performed a more complete and precise study of the constituent dimensions of job satisfaction from a micro perspective. A sevenfactor job satisfaction model is advanced, including one high-order factor (job satisfaction) and six first-order factors (salary and welfare, work itself, leader behavior, personal growth, interpersonal relationships and job competence). The results of the confirmatory factor analysis show that the seven-factor job satisfaction model has a better goodness of fit compared with the single-factor model and the six-factor models and can reflect better the make-up of job satisfaction of early-career employees faithfully. Job satisfaction, which is a high-order factor, consists of 6 dimensions: salary and welfare, work itself, leader behavior, personal growth, interpersonal relationships and job competency. This study, compared with the five-dimension job satisfaction model proposed by Zhang and Liao (2009) , increased the job competency dimension. This increase is primarily because the research subjects in this study are early-career employees whose working experience is inadequate and whose career anchors are unstable; therefore, satisfaction with job competency is an essential factor.
Job satisfaction, as a high-order factor, consists of 6 firstorder factors. Among them, the maximum load coefficient of personal growth's influence on job satisfaction reaches .918. Next come salary and welfare, work itself, interpersonal relationships, and leader behavior. Job competency's influence on job satisfaction is the smallest, with a factor load coefficient of only .214. This conclusion is consistent with the conclusion of Li (2015) 's research on the job satisfaction of college teachers. However, Chinese scholars Zhang and Liao (2009)'s research shows that salary and welfare's influence on job satisfaction is the largest; next come job itself, promotion, relationships with co-workers and supervision. The causes for this type of difference might be that early-career employees focus more on their personal development but less on salary and welfare. Early-career employees are in the learning and developing stage of their careers, and their job satisfaction in terms of job competency is rather low. Employees earlier in their careers are willing to improve their own working capacity through learning to reach job competence.
(3) The results of the path structure analysis using the structural equation model indicate that job satisfaction of early-career employees has a significantly negative influence on turnover intention. The influence of job satisfaction on turnover intention has always been a hot spot for academic study, and scholars usually consider job satisfaction as the predictive variable of turnover intention. The results of this study show that for early-career employees, the standardized path coefficient of their job satisfaction's influence on their turnover intention is -.730, and the influence effect is greater than that of -.35 obtained by Ye, Wang and Lin (2005) , indicating that job satisfaction of early-career employees has a greater influence on their turnover intention. The main cause might be due to reasons such as the instability of their career anchors, short in-service times, or low organizational commitment; therefore, when they have dissatisfactions toward their current work, it is easier for them to consider quitting.
Through a study of the literature available, combined with the Chinese domestic background and characteristics of early-career employees, this paper has advanced a sixdimensional model of job satisfaction for early-career employees. Through empirical results, the rationality of job satisfaction as a high-order factor is confirmed, and job satisfaction's significantly negative effect on turnover intention is proved. Due to the constraints of manpower and material resources, some limitations remain for this research. Although this paper has advanced a six-dimensional model, it has not considered all influencing factors. The research data came from Chinese companies and enterprises, and the industries investigated included manufacturing, petrochemical processing, communication and other service industries, which are influenced by the Chinese society and culture; therefore, the need to avoid common method variance is inevitable. This paper's classification of dimensions of job satisfaction has general significance. Future studies can be based on these six dimensions and a job satisfaction model that includes more dimensions could be developed. In addition, this research studied the direct role of job satisfaction of early-career employees in turnover intention; however, it did not consider an intermediary variable between job satisfaction and turnover intention. In a future study, organizational variables and personal variables, for example, organizational commitment and a psychological variable, could be included as intermediary or regulating variables, and corresponding control variables could be incorporated to exclude relevant influencing factors to obtain more-representative conclusions.
